GENDER
PAYG A P
Report 2022
(Data Set April 2021)
#PurplePeople

GENDER PAY GAP
Xpert HR say that pay awards
have nudged upwards in the
three months to the end of May
2021, with the median reaching
its highest level for six months.
For another 12 month period LCG
have seen the figure affected by
the number of employees that
remained on furlough.
In this period we have seen very
little change in the Mean and
Median pay gap percentages. It
is presumed that this will change

significantly in 2022 when the
CJRS scheme ends.
Learning Curve Group has still
seen growth in its business in
2021 with the acquisition of
Acorn Training in September
2020 and Antrec Limited in
March 2021. Both businesses
are included in our figures, unlike
our previous acquisition LHAA
who are still reported separately
as they have their own PAYE
number. We plan for the 2022
report to include both.
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The gender pay gap at UK organisations has shrunk for the third
consecutive year, early analysis has shown, but the true picture will
only emerge once all eligible employers have published their data in
the autumn. (https://www.personneltoday.com/hr/gender-pay-gapfalls-to-12-5/)

QUARTILES
Women occupy 49% of the highest paid jobs
and 75% of the lowest paid jobs with the gap
increasing into the lower quartiles with half
as many men in the lower quartile than in
the highest. Due to this imbalance, we are
committed to investigating the lower quartile and
making recommendation for 2021/2022.
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GENDER
BONUS
GAP
Up to 6th April 2021 more women (76) then
men (25) were paid bonuses however the
mean bonus payment was higher for men
than women. An average of £1,972.54 was
paid to men in comparison to £811.09 for
women.
The median gap equals £400.00 with the
mean difference being nearly 60% of men
vs women.
The roles that qualified for bonus that
men undertake were not too dissimilar to
the roles women undertook and women
occupied more of the management roles
that were eligible for bonus.
The findings from the bonus review is that
there are a number of differing amounts
being paid to staff per learner start. This will
be explored further as bonus payments also
link to our funding streams.
In this report there were no Executive Board
bonuses paid.
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OUR ACTION
PLAN TO
CLOSE THE
GAP
Here at Learning Curve Group, we strongly believe in our company values and we will strive
to improve through a cycle of review, suggest, implement. We are committed to making the
improvements necessary to ensure a balance for gender pay and ensuring inclusivity for all
of our employees.
Ultimately LCG would want to see our gender pay gap differences significantly reduce and
achieve complete gender parity. We are not quite there yet, but our Purple People are very
important to us, and we believe with their input and great ideas we will be able to recruit,
train and develop a team that has gender pay gap balance of men and women. We are
committed to providing equal opportunities for all applicants or those purple people who
wish to forge their own career here at LCG.

Our findings for 2021 to influenc
that Lowest Quartile are:

MIS have 27% of the lowest quartile
of which 67% are women. Research
will be done to see why there are
more women in this department
and what, if anything, we can do
to attract more men. The average
wage of women in this department
is £8.72 which includes some
apprenticeship salaries.

Statistics have been analaysed
on the MIS department:
• 36% of all applications were me
• 46% of the male applications we
internal
• 30% of our MIS hires were male
So it appears we are not attracting
males to the role externally. If we ta
out the internal applications there h
been 20% of external
applications being male.

Our plan to improve the attraction of males to MIS is:
1. To change the job title from
Administrator to MIS Officer
to see if this attracts more
male applicants.

2. Use tools available to us see
if our job adverts have a male
or female bias.

3. Continue the good
already done with
new male appren
our roles.
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75% of the lowest quartile are
female. This is representative
across several departments.
Apprentices would fall into this
quartile and 13 of our apprentices
are female (there are 17 apprentices
in total lowest quartile total).
Work has been undertaken and
our newest cohort of apprentices
includes 9 males (47%) which is a
great improvement. We will continue
to make our apprenticeship roles
more attractive to males.

OUR
ACTION
PLAN

P

Planning our recruitment campaigns to engage all genders from entry level
to Executive level. We have recently appointed 3 women to senior roles.

U

Undoing the ‘gender norms’ for roles that are usually considered a male/
female role. We will do this by reviewing the job title and the job description
to ensure it is inclusive for all.

R

Review and respond to feedback from exit interviews, surveys and focus
groups. This would enable changes to elements such as policies (ensure
they are family friendly), encourage managers to offer informal flexibility,
consider changes to our benefits etc.

P

Prepare and plan significant improvements for 2022. We have started a full
salary and benefit review piece which we hope will positively impact our
gender pay.

L

Liaise with all employees allowing for an open and honest approach to
bridging the gender pay gap. We will do this by discussing it at open forums
and encourage feedback from all.

E

Engage our new People & Culture Partners to embed a culture of gender
parity.
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